The major reason people resist change is fear. That fear can be alleviated when employees are involved in the planning and implementation process. put up real resistance, providing a barrage of reasons why your unit cannot or should not change. You may have heard such statements as the following:
• "Well, here we go again." • "How can we get our work done with all this nonsense?" • "No good will come from this." • "If it ain't broke, don't fix it." • "This is going to cause a lot of problems."
• "There's going to be nothing but chaos."
Managers must be on the alert for these signs of concern, resistance, cynicism, or foot-dragging.
They must understand why many people resist change and they must apply the best strategies for introducing innovations.
Why We Resist Change
The major cause for resistance is fear: fear of job loss, fear of loss of working relationships, and fear of the ability to do the new work. Mostly, however, people fear the unknown. The element of surprise can be numbing, so it's not surprising that the first reaction to change is often resistance. Fortunately, this fear can be largely alleviated by keeping employees informed-still better, by involving them in the planning and/or the implementation process. Leaders should talk with employees about the threats facing their organization and articulate any opportunities the change may present.
Many employees will not support a change until they clearly see the need for it. To widen their field of vision, laboratory leaders should start selling the benefits of a proposed change before they ask employees to implement it. Employees should be informed of trends in laboratories and shown how they measure up to performance benchmarks. When employees see the need for change themselves, they'll come on board.
Another barrier to change is the fear of obsolescence. Workers may resist changes that make their skills and competencies obsolete. This barrier often can be knocked down by implementing programs to retrain workers for new jobs and to help them develop new skills.
Many initiatives require employees to forge new alliances with other workers, report to new managers, or depend on new power networks. If you ask employees to keep an eye out for any potential relationship problems, you'll have a chance to work through the disruptive effects. Hold informal meetings during which employees can air their differences. Counsel staffers that professionals rise above personality differences to get the job done.
Removing Barriers, Brick by Brick
Following are ways to help employees overcome their resistance to change.
• Communicate. Find out as much as you can about changes that are being contemplated. The more you learn, the better prepared you'll be to answer the many questions that will come your way.
Explain to your employees the need for change, and how it benefits customers, the organization, and your unit. Tell them how they will be affected.
Make yourself available to answer questions. When you don't have an answer, get it for them. Be honest. Straight talk is essential to your credibility. Avoid phrases such as "You know as much about it as I do," or "No one tells me anything either." • Reassure. It's helpful if workers can be reassured that the change will not threaten their jobs, assignments, workload, or staffing relationships. Reassurance also is helpful when employees are offered transfers or retraining. They relax when told that positions will be eliminated only after employees leave on their own volition. They also must be reassured that the change was not introduced because of poor performance on their part.
Listen patiently to their fears, and do your best to alleviate them. Validate their feelings by agreeing or empathizing with them. If you say "I see your point" or "Others have expressed those same feelings," they no longer have the need to defend their viewpoint, and are more willing to accept the change.
• Empower. People respond more positively to change if they feel they have some control over what's happening. The more that they get involved in the planning and the implementation process, the more confidence they will have. a change, do you refer to it as a challenge, look for its best features, agree that it is necessary, and even exhibit enthusiasm? Or, do you groan, wince, or get angry? Do you say things like "Now what?" or "What will they expect of us next?" Be willing to take risks and to accept ownership of unpopular ideas.
• Reward participation and compliance. Provide recognition, praise, and other rewards for ideas, help in the planning, and participation in the implementation.
There's no denying that a change effort can stir up emotions and fears that lead to resistance. But by recognizing these common barriers, you can devise ways to overcome them and facilitate the process of meaningful change.® William Umiker is an adjunct professor of pathology, Pennsylvania State University-Hershey Medical Center, Hershey, Pa. Jib 1 1
Viral Hepatitis

Causes, Treatments and Preventions
Viral Hepatitis is one of the most widespread and misunderstood infectious diseases in the world. More than 4 million Americans are affected by this disease of the liver. That is why viral hepatitis will be thoroughly examined in a series of special episodes of The Cutting Edge Medical Report.
Hepatitis A & B will be the focus of two upcoming episodes of the nationally broadcast JJje Cutting Edge Medical Report. Co-hosted by Dr. Harold Margolis, Chief of the Hepatitis Branch at the Centers tor Disease Control, "Hepatitis B-The Quiet Killer" will investigate the special challenges in diagnosing, preventing and treating Hepatitis B.
The second program will examine the least dangerous and most easily preventable viral hepatitis-Hepatitis A. Dr. Margolis will be joined in this insightful episode by Dr. Jay Keystone, Director of International Health Programs, University of Toronto for a review of how this disease is spread through food and how this infectious liver disease can lead to months of debilitating illness, chronic fatigue and in rare cases, death.
These programs are being produced in conjunction with the Hepatitis Foundation International and the American Liver Foundation and are made possible through unrestricted grants by Abbott Diagnostics, Merck & Co., and SmithKline Beecham.
HE PAT I T IJ FO U N D A T I O N
American Liver Foundation
For more information on air dates and times, and bow to obtain a video copy of the program, call 1-800- . Visit us on the Internet at http://www.itvisus.com
